This study was conducted as descriptive with an aim to determine the factors affecting the attitudes of nurses towards change. The study was conducted with the participation of 178 nurses in state hospital between October 10, 2017 and January 30, 2018. The data were collected using a questionnaire consisting of 24 questions, and the Attitude Against Change Scale consisting of 29 items. In the evaluation of the data, descriptive statistics, One-Way Anova, t-test, Kruskal-Wallis test and Mann-Whitney U test were used. The Attitude Against Change Scale score was determined as 56.82 ± 13.52. A meaningful relation was observed between the Attitude Against Change Scale score averages and certain sociodemographic characteristics of nurses (p < 0.05). It was determined in the study that the nurses between the ages of 30 and 39, having 8-15 years of profession had more positive attitudes towards change.
Introduction
Change is the transformation of a system, a process and an environment from one particular situation to another in a planned or unplanned way (Baykal and Turkmen, 2014) . To put it more generally, change is a process whereby the living or non-living beings assume a different position from their current position and an individual's characteristics such as knowledge and talent are differentiated. The personal or social impact of change on living beings manifests itself in time (Wolff, 2005; 2013) . Many factors, such as globalisation, increasing international competition, increasing importance of information, information and technological developments, increasing importance of human and quality management necessitate change (Seren, 2005) . On the other hand, developments in the internal structures of individuals and organisations such as low productivity, a decrease in motivation, interpersonal conflicts, change of managers and organisational shortcomings can also reveal the need for change. Therefore, change is a natural and inevitable process for individuals, groups, organisations and societies (Kocel, 2013; Simsek, Akgemici & Celik, 2011) .
The increase in the use of technology in the fight against diseases and the diagnostic methods and the more importance attached to scientific studies in the field of health necessitate the change in health institutions (Cinar & Toker, 2018; Sargutan, 2007; Tutar & Kilinc, 2008) . Moreover, health institutions need the change to gain an advantage in competition, to integrate essential changes into the field, to tolerate environmental pressures, to reduce costs and to increase efficiency (Yasar, 2017) . Not only the health institutions but also the health professionals working in these institutions are affected by the change processes (Cinar & Toker, 2018) . Nurses who work as a change agent in health teams have vital roles and responsibilities in following changes in the field of health and integrating these changes into their institutions. The nursing profession has a crucial role in the protection, maintenance and development of health, which is the most natural and indispensable right of the individual and society and in determining health policies. Nurses should have sufficient knowledge and skills to adapt to new developments and new roles at the regional, institutional and national level and to provide the expected contribution to the health services, and most importantly, be open to change (Geduk, 2018; Karaoz, 2004; Taylan, Alan & Kadioglu, 2012) . For this reason, it is essential to determine the attitudes of nurses towards change to increase the quality of care provided by them and to increase their job satisfaction.
Nurses were selected using the simple random sampling method, one of the probability sampling methods, which is a sampling method in which individuals can be selected with equal probability from the universe. In the study, the number of samples to represent the universe was calculated to be 175 with a 5% error at 95% confidence limit in a total of 320 nurses working in the hospital. Considering that there may be data loss, 178 nurses were reached, and the data collection process was completed. The study included female and male nurses aged 18 and above who volunteered to participate in the study. The nurses who were on leave when the questionnaires were filled or who delivered incomplete questionnaires were not included in the sampling. The response rate was 84.8%.
Data collection tools
The data were collected using the 'Personal Information Form' and the 'Attitudes towards Change Scale', which consisted of a total of 24 questions to determine the socio-demographic and professional characteristics of nurses and their attitudes towards change. The questionnaire form was tested by pre-application in a group of 10 nurses and the nurses participating in the pilot study were not included in the sampling.
Attitudes towards change scale
The Attitudes towards Change Scale was developed by Seren (2005) to determine the attitudes of health professionals towards change. The Attitudes towards Change Scale consists of four subdimensions (Corporate Policy in Change, Consequences of Change, Resistance to Change and Management Styles in Change) and twenty-nine 5-point Likert-type items. The score of each item varies between 1 and 5. The positive items are scored in the following way: '1 = Strongly disagree', '2 = Disagree', '3 = Neutral', '4 = Agree' and '5 = Strongly agree' and the negative items (items no 13, 21, 22, 23 and 24) are scored in the following way: '1 = Strongly disagree', '2 = Disagree', '3 = Neutral', '4 = Agree' and '5 = Strongly agree'. The total score that can be taken from the scale varies between 29 and 145. The raw score is converted to 100 in absolute value, and a score between 20 and 100 is obtained. While low scores indicate a negative attitude towards change, high scores indicate a positive attitude towards change. Seren (2005) found Cronbach's alpha reliability coefficient of the Attitude towards Change Scale as 0.92. On the other hand, Cakiroglu (2015) found it as 0.93, Acar Yasar (2017) as 0.92 and Karakas (2012) as 0.91. In this study, the Cronbach's alpha reliability coefficient was found to be 0.93.
Data collection
The nurses were told that it was completely up to them whether or not to participate in the research, that their names would not be written on the questionnaire forms, and that the data to be collected from this study would be used only within the scope of the research. To collect the data, informed consent was obtained from the nurses included in the study and written permission from the managers in the hospital where the study was conducted. The data collection took approximately 15-20 minutes.
Data analysis
The statistical analysis of the data about the factors affecting the attitudes of the nurses towards change was performed by SPSS 21 software. Descriptive statistics and chi-square, independent sample T-test, one way ANOVA, Mann-Whitney U test and Kruskal-Wallis test were used for data analysis.
Results
Of the 178 nurses who participated in the study, 83.7% were women, 16.3% were men, 60.1% were married, 30.3% had associate degrees and 47.8% had undergraduate degrees. The mean age of the nurses was 32.64 ± 7.01. Of the nurses, 94.4% served as permanent staff, 75.8% worked in shifts, 70.2% were fond of their profession, 62.4% were fond of the departments they worked for and 68.5% of them chose the departments they worked for willingly. It was also found that 47.2% worked as a nurse for 1-7 years, 81.5% worked in their departments for 1-5 years and 51.7% worked for 41-60 hours a week. It was found that 93.8% of the nurses were happy to learn about the changes in their professions, 90.4% liked to follow the changes, 65.2% were informed about the changes through the Internet, 36.5% through colleagues and 12.9% through books, 88.8% of them participated in the inservice programmes related to the changes and 86% of them used the technology in their workplaces ( Table 1 ).
The median of the total scores of the Attitudes towards Change Scale and the scores of the subdimensions are presented in Table 2 . The total score of Attitudes towards Change Scale is 56.82 ± 13.52. The median scores of the sub-dimensions of Resistance to Change, Corporate Policy in Change, Consequences of Change and Management Styles in Change were found to be 56 (20-92), 60 (20-88), 60 (20-98) and 55 (20-100), respectively. The Cronbach Alpha values of the scale and its subdimensions were found as 0.935, 0.722, 0.938, 0.891 and 0.617, respectively.
It was found that the total scores of the scale differed according to the age group of the nurses (p = 0.037, F = 3.365), the years worked (p = 0.010, 9.286), the years worked at the current hospital (p = 0.013, F = 4.484) and whether they were fond of their professions (p < 0.01, 12.279). It was also found that the total scores of the Attitudes towards Change Scale did not differ according to some socio-demographic and professional characteristics such as sex, educational level, department, duty at the department, employment type, whether they chose the department they worked for voluntarily, whether they were fond of their departments, whether they could use technology in their workplace, whether they participated in in-service training programmes related to the professional changes, whether they liked to be informed about the changes and whether they liked to follow changes (p > 0.05) (Table 3) .
In this study, it was found that the median scores of the Corporate Policy sub-dimension differed according to the age groups of the nurses (p = 0.029, 7.102), the years worked (p = 0.002, 12.230), the years worked at the current hospital (p = 0.001, 13.931) and whether they were fond of their professions (p = 0.001, 17.199). On the other hand, it was found that the median scores of the Corporate Policy sub-dimension did not differ according to some sociodemographic and professional characteristics such as sex, educational level, department, duty at the department, the years worked at the current department, employment type, whether they chose the profession voluntarily, whether they were fond of their departments and total working hours per week (p > 0.05) (Table 3) .
According to obtained data, it was found that the median scores of the Consequences of Change sub-dimension differed according to the age of the participants (p = 0.032, F = 3.497), the years worked (p = 0.028, 7.147), the years worked at the current hospital (p = 0.002, F = 6.255) and whether they chose their professions voluntarily (p = 0.049, U = 2405.50) and whether they participated in in-service training programmes related to the professional changes (p = 0.040, U = 1134.50). On the other hand, it was found that the median scores of the Consequences of Change sub-dimension did not differ according to some socio-demographic and professional characteristics such as sex, educational level, department, whether they were fond of their professions, whether they were fond of their departments, whether they liked to be informed about the changes and whether they liked to follow the changes (p > 0.05) (Table 3 ).
It was found that the median scores of the Resistance to Change sub-dimension did not differ according to the socio-demographic and professional characteristics of the nurses (p > 0.05). On the other hand, it was found that the median scores of the Management Styles in Change sub-dimension differed according to whether the nurses liked to be informed about the changes (p = 0.008, U = 1354.0) and whether they liked to follow the changes (p < 0.05). It was also found that the median scores of the Management Styles in Change sub-dimension did not differ according to the sociodemographic and some professional characteristics of the nurses (p > 0.05) (Table 3) .
Discussion
Nowadays, many factors that require change such as reducing environmental pressures, outrivalling other institutions, successfully managing significant changes in institutions, reducing costs and increasing productivity are observed in the provision of health services (Kavuncubasi & Yildirim, 2015) . Although change is seen as an obligation, it has many benefits such as attracting employees' interests, giving an opportunity to review routine applications, motivating employees in terms of professional development and increasing job satisfaction (Seren, 2005) . To achieve a positive result from the change, the most important application is to determine the causes of change and the attitudes of health professionals towards change. This is the first study to identify and evaluate the factors affecting the attitudes of nurses working in a public hospital in northern Turkey. This research was carried out because nurses play an important role in the realisation of the change in health institutions.
In this study, which was conducted to determine the attitudes of nurses towards change, the mean score of the nurses from the Attitudes towards Change Scale was 56.82 ± 13.52. Thus, it was observed that nurses had moderate attitudes towards change. The mean score of the same scale was reported to be 64.13 ± 13.12 by Seren (2005) , 87.00 ± 15.75 by Uzun (2008) , 66.15 ± 11.19 by Yasar (2017) and 59.00 ± 9.95 by Gonel (2017) . The averages of the scores obtained from the scale differ in the research studies, and it is thought that this difference may arise from the working environment and conditions of the nurses and their socio-demographic and professional characteristics.
In this study, the nurses in the 30-39 age range, those who worked at their current hospital for 8-15 years and those who were fond of their profession obtained higher scores from the Attitude towards Change Scale. Similarly, some other studies have reported that some characteristics such as age (Acar Yaşar, 2017; Uzun, 2008) , total years worked (Uzun, 2008) and the years worked at the current hospital (Acar Yasar, 2017) affected the attitudes of nurses towards change. On the other hand, inconsistent with the findings of the present study, other studies reported that there was no significant relationship between the years worked and the total scores obtained from the Attitudes towards Change Scale (Gonel, 2017; Seren, 2005; Uzun, 2008) . This may be attributed to the fact that nurses who are fond of their professions and who have worked at their current hospitals for a certain period develop a positive psychological and social bond with their hospitals.
In this study, it was determined that the total scores from the Corporate Policy sub-dimension differed according to the age groups of the nurses, total years worked, the years worked at the current hospital and whether they were fond of their profession. Also, the nurses in the 30-39 age range, those who worked at the current hospital for 8-15 years and those who were fond of their profession obtained higher scores from the Corporate Policy sub-dimension. A study on this subject also revealed that the years worked on the current hospital affected the attitudes of nurses towards change, which is consistent with the findings of this study (Acar Yasar, 2017) . However, the same study also suggests that the age of the nurses did not affect the attitudes of nurses towards change. This finding suggests that nurses who are fond of their professions and hospitals, work in collaboration with their managers and use the resources of their hospitals effectively support change more. Furthermore, the total scores from the Consequences of Change sub-dimension of the scale differed according to the age groups of nurses, total years worked, the years worked at the current hospital, whether they chose their profession willingly and whether they participated in the relevant in-service training programmes. Also, the nurses in the 30-39 age range, those who worked as a nurse for 8-15 years, those who worked at the current hospital for 1-7 years, those who chose their profession willingly and those who participated in the relevant in-service training programmes obtained higher scores from the Consequences of Change sub-dimension. Similarly, some studies on this subject have also reported that nurses' age (Acar Yasar, 2017) and the years worked at the current hospital (Acar Yasar, 2017; Gonel, 2017) affect their attitudes towards change. This can be attributed to the fact that nurses who chose their profession willingly and those who have started their profession recently embrace change more easily and assume more responsibilities in the process of change. It was also determined that the total scores from the Management Styles in Change subdimension differed according to whether the nurses liked to be informed about the changes and whether they liked to follow the changes. The nurses who did not like to be informed about the changes and those who did not like to follow the changes obtained higher scores from the Management Styles in Change sub-dimension.
Change is an inevitable phenomenon that exists in every aspect of life. Changes in all areas especially in recent years have significantly affected all organisations. In addition, the structure of the workforce, low productivity and the morale of the employees necessitate a change for health institutions. Accurate diagnosis of change needs, focusing on change strategies, careful planning and multidisciplinary interaction is crucial in realising the change in health institutions (Seren & Baykal, 2007) .
Conclusion
The findings of this study revealed that the total scores of the Attitudes towards Change Scale and the scores of the sub-dimensions differ according to some socio-demographic and professional characteristics of the nurses. The findings have also shown that the nurses in the 30-39 age group, those with a work experience of 8-15 years and those who were fond of their profession had positive attitudes towards change. In line with the findings of the present study, we can recommend that individual and professional factors affecting the attitudes of nurses towards change should be taken into account. In addition, training programmes should be organised to increase the awareness of nurses about professional changes. Moreover, nurses at the management level should support nurse clinicians at every stage of change.
Limitation of the research
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